This paper investigates the causes of gender wage differentials in Uganda. Given the potential differences in wage setting mechanisms between urban and rural labor markets, we break up the sample between rural and urban sub-samples. We use data from the nationally representative Uganda National Household Survey for 2002-03 (UNHS 2002/03). We employ standard decomposition techniques based on Oaxaca (1973) to decompose the gender wage gap into labor market characteristics and treatment components. The Neumark (1988) decomposition technique is used to address the "index number" problem. Further, self-selection into wage employment is controlled for using the Heckman (1979) two-step sample selection correction technique.
I. Introduction
The International Labor Organization (ILO) convention regarding equal opportunity and treatment in the labor market came into force more than 50 years ago. 4 The main purpose of the convention was to ensure that remuneration rates are established without discrimination based on gender. This implies equal remuneration for work of equal value.
There are obvious and not-so-obvious reasons for an "equal pay for equal work" convention or similar conventions. The obvious reasons relate to issues of fairness or moral reasons. The more covert reasons, however, are mainly economic. First, discrimination on the basis of gender or any other categorization is likely to adversely impact labor productivity growth. Workers who feel discriminated against have fewer incentives to improve their productivity.
In addition, theoretically, wage differentials should be expected to distort efficient allocation of labor resources. For instance, the disadvantaged groups will tend have lower labor force participation rates or will concentrate in industries or sectors with less perceived discrimination. In a fairly recent report, the World Bank (2001) observes that gender inequality affects society in general and not just women. The report points out that those societies with more gender equality have better education for children, better child health and good and transparent governments.
Despite the above benefits of more equality, due to reasons ranging from culture or traditions to explicit discrimination, there are apparent differences in wages based on gender, race, ethnicity, etc. It is these apparent wage differentials that have motivated a substantial body of research. Most of this research has attempted to measure the extent of discrimination by decomposing wage differentials between two groups of workers mainly on the basis of race and gender.
Notable among earlier works is the seminal work of Becker (1971) . Becker (1971) defined the competitive market discrimination coefficient as the difference between the observed wage ratio and the wage ratio that would prevail in the absence of discrimination. Becker's work provided the background for subsequent work by Oaxaca(1973) followed by Reimers (1983) , Neumark (1988) , and Cotton (1988) .
Countless empirical studies have since been done following the methodology developed in these earlier works.
However, most empirical literature on gender wage differentials exists on A few studies have argued that institutional factors might be responsible for at least part of the gender wage differential. For instance, gender-specific legal requirements affect the cost of employing females. In some of the transitional economies, female employees are entitled to at least a one-year maternity paid leave. In such cases, the wage offer for females is expected to be relatively lower. Other institutional factors affecting gender wage differentials include minimum wage legislations. Countries with relatively high minimum wage will tend to have more compressed wage structures and therefore smaller gender wage gaps (Francine Blau and Lawrence Kahn 1996; Olga Pavlova 2006) . Further, the literature indicates that, in most countries, gender wage differentials are more pronounced in the private sector relative to the public sector. This could be attributed to relatively more strict pay grids in the public sector.
In regard to Sub-Saharan Africa, the literature on gender wage differentials is scarce, perhaps due to the lack of data. Beginning mid 1990s, however, the availability of household surveys has made it possible to study various labor market issues in some Sub-Saharan African countries. A few recent studies on Sub-Saharan Africa suggest discrimination against women in the labor market. Appleton et al. (1999) examine the gender wage gap in urban sectors of three African countries -Uganda, Cóte d'Ivoire, and Ethiopia -and find a substantial gender wage gap in Uganda and Ethiopia and a smaller gap in Cóte d'Ivoire. They find evidence of discrimination against women and nepotism toward men as being responsible for the lower returns for females. Glick and Sahn (1997) , in a study of the urban labor market in Conakry, Guinea, find that 45 percent and 25 percent of the gender earnings gap is explained by differences in characteristics among the self-employed, and public sector employment respectively.
They also find higher earnings for women in private sector employment. A few other studies on African labor markets obtain similar results. For instance Kabubo-Mariara (2003) finds no evidence of discrimination against women in Kenya, but attributes the unexplained portion of the gender wage differential to favoritism toward men. On the other hand, Siphambe and Thokweng-Bakwena (2001) attribute part of the gender wage gap in Botswana's urban private sector to discrimination against women.
The current study fills the existing literature gap on Sub-Saharan African labor markets by exploring gender wage differentials in Uganda. We use more recent and detailed data from the Uganda Household Survey (UNHS 2002/03). The UNHS is a rich data set that contains detailed information on individual, household, and community characteristics. This allows us to model wage earnings more accurately. To our knowledge, only the Appleton et al (1999) study systematically investigates the gender wage gap in Uganda using data from the 1992 Integrated Survey of Uganda. In addition to the urban labor markets, which are the focus of most of the studies cited above, the current article separates urban and rural labor markets. As we fully discuss later in the paper, this separation is justified by potential differences in wage formation processes between rural and urban areas. Following several studies in the literature, we use the Heckman (1979) two-stage estimation to control for the likely nonrandom selection into the workforce.
The rest of the paper is structured as follows. The subsection provides a brief country background. Section II presents an overview of decomposition techniques developed and applied in past empirical studies. In addition, section II provides an overview of the Heckman (1979) sample selection technique used to correct for the potential bias arising from the nonrandom selection into the wage employment sector.
We also discuss the justification for separating the sample into rural and urban sectors.
Section III describes the data. Section IV presents and discusses the results and section VI concludes the paper.
I.1 Country Background
The Republic of Uganda is located in Eastern Africa, a landlocked country bordering Kenya, Tanzania, Rwanda, the Democratic Republic of Congo and the Sudan.
Uganda is a former British colony that attained independence in 1962. Like several other African countries, Uganda was faced with political instability in the post-independence era. The rise in both civilian and military dictatorships adversely impacted economic performance (J. Benno Ndulu and Stephen O'Connell 1999) and led to significant levels of brain drain. Since the late 1980s the country's political environment has greatly improved and so has the economy.
With a total population estimated at about 28 millions, Uganda is culturally diverse with several tribal groups. The Bantu (about 50 percent of the total population) inhabit the east, central, western, and southern part of the country. The Nilo-Hamites live in the north, east, and north eastern parts of the country. The Nilotic group, which originated from Southern Sudan, inhabits the West Nile, the northern and eastern parts of the country. These broad ethnic groups are further subdivided into various smaller cultural groupings speaking over thirty languages. The cultural differences are expected to have an impact on labor market outcomes in terms of labor mobility, labor market participation, etc. Statistically, however, the country is divided into four regions -central, Western, Eastern, and Northern. It is important to note that these are not administrative units, but merely statistical areas.
Typical of developing countries population age structures, 50 percent of the population is below the age of 15 (split almost evenly between males and females).
About 48 percent of the population is between the ages of 15 and 64, and only 2.2 percent is 65 years and older. The median age is 15 years (14.9 years for males, 15.1 years for females). The size of the labor force is estimated at 13.76 millions, 82 percent of which is in the agriculture sector, 5 percent in industry, and 13 percent in services. The Labour Market Information Status Report (2006) estimates that about 85 percent of the labor force is in rural areas. The report also estimates the labor force participation rate at 80 percent and that rural women had a higher participation rate relative to their urban counterparts.
II. Decomposition of Wage Differentials
This section of the paper describes the methodology used to decompose the gender wage gap in both urban and rural sectors of the Ugandan labor market. A majority of studies analyzing wage differentials have employed a decomposition methodology originally developed by Oaxaca (1973) to estimate the extent of wage discrimination. The Oaxaca type decomposition techniques compare wage structures for two groups (e.g. male and female, minority and majority racial groups, etc) to the wage structure that would exist in the absence of discrimination. The difference between the actual wage structure and the "no-discrimination" structure is the measure of wage discrimination. In other words, wage decomposition techniques attempt to decompose the wage gap into the component due to differences in observed labor market characteristics and the component due to returns to characteristics. Below is a brief overview of this methodology (Oaxaca 1973; Cotton 1988; Neumark 1988 
Where:
M X and F X are vectors of means of explanatory variables in the male and female wage equations respectively; M β and F β are parameter estimates from the male and female wage structures respectively.
The right-hand side of equation (1) can be decomposed as:
In equations (2) and (3), the first term on the right-hand side represents the differential in male-female wages that is due to differences in observed average characteristics. The second part on the right-hand side of both equations is due to differences in male-female wage structures and is typically attributed to discrimination or nepotism in the labor market.
Equation (2) assumes that the male wage structure is nondiscriminatory and, therefore, the gender wage gap is due to discrimination against females and differences in average characteristics. On the other hand, Equation (3) implies that the female wage structure is nondiscriminatory and that the gender wage gap is due to nepotism toward males and differences in average characteristics.
The choice of the nondiscriminatory wage structure has been shown to affect the results of the wage gap decomposition. A few studies offer alternative ways to deal with this "index number" problem. As observed by Cotton (1988) , the choice of the female wage structure as the wage structure that would prevail in the absence of discrimination minimizes the case for equal wages since female wages would not be affected. Similarly, a choice of the male wage structure as the nondiscriminatory structure implies that males would be indifferent to a move toward equality since their wages would not be affected. Cotton (1988) argues that this is contrary to reality and that the group that is discriminated against is undervalued while the favored group is overvalued. Therefore:
Where * β denotes the wage structure that would exist in the absence of discrimination.
The first term on the right-hand side of equation (4) is the part of the gender wage differential due to gender differences in productive characteristics. The second and third terms, if positive, represent the treatment advantage of males and the treatment disadvantage of females respectively. Since * β is unobservable, the nondiscriminatory wage structure has to be estimated. The literature suggests weighting the wage structures for the preferred group and the disadvantaged group (Reimers 1983; Cotton 1988; Neumark 1988) . That is:
Where M s and F s are proportions of males and females respectively in the sample 5 .
5 Reimers (1983) 
II.2 Selection into Wage Employment
The sample used for the gender wage gap decomposition consists of those individuals in the working age group engaged in wage employment. This particular sample excludes those working for profit (such as small enterprise owners), other forms of selfemployment including unpaid family workers and the economically inactive. Therefore, although we observe the demographic characteristics of all the surveyed individuals, we only observe wages for the group engaged in wage employment. This raises the potential for sample selection bias in the earnings equation parameter estimates (Heckman 1979; Reimers 1988) . The bias will arise if selection into the wage employment sample is nonrandom. Reimers (1988) distinguishes between the wage-offer function and the observed wage function. Individuals will choose wage employment if the wage offer is at least as high as their reservation wage. Otherwise, they will choose to engage in non-wage activities (or remain economically inactive) 6 . Let equation (6) represent the wage-offer function for individual i .
The regression function for the sub-sample for which we observe wages (those employed for wages or salary) yields the observed wage function as shown in equation (7).
The bias in the least squares parameter estimates arises because if participation in wage employment is not random, | ( ij E ε Sample selection rule) 0 ≠ . As Heckman (1979) observes, failure to account for this nonrandom selection yields "fitted regressions that confound parameters of interest with parameters determining the probability of being part of the sample." Heckman (1979) suggested a two-stage estimation procedure that yields consistent parameter estimates for the earnings equation. The first stage estimates a probit model to predict the probability of selection into the wage employment sample. The inverse of the Mill's ratio, λ , is then included in the wage equation as an additional explanatory variable.
7 Therefore, controlling for selection, the wage equation becomes:
Therefore, equations (2) and (3) can be rewritten as:
And equation (4) is rewritten as follows:
II.3. Rural Sector versus Urban Sector
As stated in the introductory section of the paper, our empirical analysis separates urban areas and rural areas. This separation is based on the potential differences in wage setting processes in the two sectors. First, the urban sector has much better developed labor markets that resemble labor markets in developed economies. Labor unions are much more active in urban formal markets compared to rural relatively informal labor markets. Rural workers are, on average, less educated and predominantly employed in low level occupations in the agriculture sector. Less education and exposure to the relevant labor rights legislations could imply more exploitation by relatively more knowledgeable employers.
Rural wage setting processes are less likely to be protected by legal contracts since most employment is semi-formal. In addition, most employment in the rural agriculture is likely to be short term or casual employment due to the seasonality of agricultural production.
Further, rural social structures are quite different from urban societies. Rural areas are characterized by more communal support and obligations, which might impact labor participation decisions. Finally, rural societies tend to adhere to social norms and traditions more than urban societies. As such, we are likely to observe more gender occupation segregation in rural areas relative to urban areas.
III. Data
Data used for this analysis comes from the Uganda National Household Survey (UNHS 2002 (UNHS /2003 . This is a nationally representative survey designed to provide economic, social and demographic information. As such, the survey contains rich data on labor market activities of the respondents as well on their social, economic, and demographic characteristics.
Our analysis is restricted to the individuals of the working age. These include persons between 14 and 80 years old. The upper boundary of the working age group is higher than the conventional retirement age of 60 to 65. This is due to inclusion of the rural sector where individuals tend to work through their 70s. Table 1 presents means of demographic variables for males and females in urban and rural areas. About 18 percent of the respondents are located in the northern region while the rest are split almost evenly between western, eastern, and central parts of the country.
The average age of the respondents is relatively low at about 29 years and is slightly higher in rural areas. There are more single individuals among males than females.
There is also a higher proportion of single individuals of both genders in urban areas.
About 48 percent of males and 44 percent of females are married in rural areas and 55
and 58 percent in urban areas.
Over fifty percent of males are household heads. The survey only indicates the relationship of each household member to the household but not the specific relationships among the other members. For instance, we can not always impute the child parent relationship accurately for each respondent. As such, if the household head has any grandchildren in the household and more than one child, it is not possible to determine which one is the parent of the grandchild. For our empirical analysis, we use the number of children in the household as a proxy for the number of children one has.
To understand the household structure and its effect on labor market-related decisions, the number of children under seven, number of children between seven and fourteen, number of persons with serious illnesses, and number of older persons were imputed. The number of children of both age groups per household is considerably higher than number of old persons reflecting the fact that Uganda's population is Further, the highest proportion of males in the private sector is employed in agriculture and fishing as well as construction and manufacturing industries in both urban and rural areas. About 35 percent of employed females are working as housemaids in private households followed by 17 percent working in the private hotel industry in urban areas. In the rural sector, 40 percent of employed females are working in the agriculture and fishing industry followed by social services.
According to the survey, the Ugandan labor market is also characterized by segregation into occupation of employment by economic sector. Over 50 percent of males and females in the public sector in both rural and urban areas are professionals or associate professionals and clerks. In contrast, only about 15 percent of males and females employed in the private sector are professionals or associate professionals.
Since information on hours of work is available, wage per hour is used to calculate the gender wage differential. Persons in the urban areas work more than those in the rural area. Men work longer hours than women in both rural and urban areas. It is also important to note that males work about three hours longer than females on average.
Wages are higher in urban areas compared to rural areas. Average wages are relatively higher in the public sector in both urban and rural areas. 
IV. Results
This section of the paper presents and discusses the results of our empirical investigation. First, we present the wage earnings equation estimates and later we discuss the gender wage gap decomposition results.
IV.1. The Earnings Equation Results
The estimated wage equation takes the form given in equation (12) Tables 4 & 5 , employment in the public sector has a positive and significant impact on female hourly earnings and has no significant effect on male earnings relative to private sector employment in both rural and urban areas. However, this causal relationship is not significant in urban areas. Other significant and positive factors in the urban area include tenure at the last job, being married, and age. It is interesting to note that marriage has a positive and significant effect on wages for both men and women in urban areas. This is contrary to the findings of Appleton et al (1999) who, using 1992-1993 data, find that while men get a wage premium for being married, women are penalized for it. At the same time, years of tenure at the last job do not have a significant impact on wages of either males or females in the rural area. Perhaps this is due to the nature of jobs in the rural areas, which are mostly menial, where years of tenure do not necessarily add much to productivity.
Higher levels of education have very significant and positive effect on earnings of both men and women. In the urban areas, other things equal, males with university education earn 161 percent and females 197 percent more on average than their counterparts with no education. In the rural areas the corresponding estimates are 112 and 144 percent. Since the proportion of people who are well educated is relatively low Note: *** means significant at 99% level; ** means significant at 95% level, * means significant at 90% level Note: Regional, Industry, and Occupation Variables are included as controls in all regressions Note: *** means significant at 99% level; ** means significant at 95% level, * means significant at 90% level Note: Regional Variables are included as controls in all regressions in Uganda, it is possibly the undersupply of educated persons that results in such wage premium for them. Returns to education are relatively lower in rural areas perhaps due to less demand for highly educated persons.
As mentioned earlier in the paper, we use the standard Heckman two-step correction procedure to control for selection into the wage employment. Explanatory variables in the selection equation include the number of young children in the household, ratio of ill persons to the number of household members, whether a person is the household head, whether the head of household has migrated to the current area of residence, non-labor income, age, dummy variables for the individual's level of education.
For the rural selection equation, we also include earnings from crop farming and value of family assets. A summary description of the variables used in the selection equation is provided in Appendix 2. The estimated results of the wage equations controlling for selection into wage employment are also reported in Table 4 & 5 above.
Controlling for selection in urban areas, the estimated marriage wage premium increases for women and decreases for men. Further, once selection into the labor market is controlled for, returns to higher levels of education including university degrees, post secondary education, and vocational decrease significantly in both rural and urban areas.
In general, as expected, returns to higher education decrease when selection into wage employment is controlled for. Without controlling for selection, estimates of returns to higher education may be capturing some of the factors determining the probability of participating in wage employment. In contrast, returns to lower levels of education (primary and some secondary) increase in the rural areas.
IV.2. Gender Wage Gap Decomposition Results
Adjusted for hours worked, the observed female-male average wage ratio is 0.73 and 0.67 in urban and rural areas respectively. 9 The magnitude of the wage gap is consistent with that in central and eastern European economies. In fact, according to the Global Gender Gap Report (2006), Uganda ranks 47 overall and 28 based on economic participation. This compares with Romania ranked at 46, Ukraine at 48 and the Russian Federation at 49.
The gender wage ratios are different when computed by economic sector (public versus private). In the public sector, the female-male average wage ratio is 1.04 and 0.86 in urban and rural areas respectively. Corresponding ratios for the private sector are 0.55 and 0.48. One plausible explanation for these differences could be the differences in labor legislation enforcement in the public and private sectors. Further, there may be differences in wage-setting mechanisms between private and public sectors. Public sector wages are set based on established salary grids as opposed to the private sector where wages are negotiated between the employer and employee. In addition, the data indicates that a bigger proportion of females in the public sector have either vocational, postsecondary, or university education relative to males in the same sector (77 percent versus 59 percent). This, together with the other reasons discussed above might explain the differences in female-male average wage ratios in the public and private sector.
The data also indicates that females constitute a bigger proportion of employees in less paying industries such as private household workers (maids, nannies, etc) . It is however unclear whether these industries are less paying because they predominantly employ females or females are mostly employed in these low-paying industries because 9 See Table 3 for details.
men occupy the well-paying industries. A summary of this phenomenon is presented in Table 6 below. In Table 7 , we present the results of the gender wage gap decomposition for rural and urban areas where different wage structures are assumed to be the non-discriminatory wage structures. We report the estimated results with selection into the wage sector as well as without selection.
There is a clear presence of the "index number" problem. With the female wage structure assumed to be the nondiscriminatory structure, female workers appear to have more favorable labor market characteristics. A relatively bigger portion of the wage gap explained by differences in treatment based on gender compared to when the male or pooled wage structures are assumed to be nondiscriminatory. The opposite is true when the male wage structure is assumed to be the nondiscriminatory wage structure. When the pooled wage structure is used as the non-discriminatory structure, the estimates of the wage gap decomposition are closer to estimates with the male structure as the nondiscriminatory structure.
Without accounting for self selection into wage employment and with the female wage structure as the nondiscriminatory wage structure, gender differences in characteristics account for 53 percent of the gender wage differential in urban areas.
Using the male wage structure as the nondiscriminatory structure, differences in labor market characteristics explain 79 percent of the gender wage gap. The corresponding estimate when the pooled wage structure is used as the nondiscriminatory is 78 percent.
Under the pooled wage structure, 7 percent of the gender wage gap in urban labor markets is due to nepotism toward males (male advantage) while 14 percent is due to discrimination against females (female disadvantage).
In rural labor markets however, differences in labor market characteristics explain a smaller proportion of the gender wage gap. Without controlling for self-selection into wage employment, characteristics explain 18 percent, 37 percent, and 33 percent of the gender wage gap when the female, male, and pooled wage structures are used as the nondiscriminatory wages structures respectively. With the pooled structure as the nondiscriminatory wage structure, 52 percent of the gender wage gap is explained by discrimination against females (female disadvantage) and only 16 percent is explained by the male advantage (nepotism toward males).
As noted earlier, there is a distinction between the wage offered and the observed wage. Without controlling for selection, the gender wage gap decomposition is based on the observed wage rather than the wage offer. This might not be a true reflection of the gender wage gap if indeed individuals self-select into wage employment. In other words, we do not observe wage offers for individuals who declined employment because the wage offer is less than their reservation wages. As such, in addition to the results discussed above, we present results based on the Heckman two-step sample selection correction procedure.
In Table 7 , the wage offer gap is 0.793 (0.562 -(-0.231)) and 0.329 (0.213 -(-0.116)) for urban and rural areas respectively. 10 Controlling for selection, only 32 percent of the gender wage gap in urban areas is explained by gender differences in labor market characteristics when the female wage structure is assumed to be the nondiscriminatory structure. When the male structure is assumed to be the nondiscriminatory structure, about 59 percent of the gender wage gap is attributed to differences in characteristics. Using the pooled structure as the nondiscriminatory structure, 54 percent of the gender wage gap in urban areas is attributed to gender differences in labor market characteristics. About 24 percent of the gender wage gap is attributed to nepotism toward males (make advantage) while 22 percent is attributed to discrimination against females (female disadvantage).
In rural areas, controlling for self-selection into wage employment, 22 percent of the gender wage gap is attributed to gender differences in productive characteristics when the female wage structure is assumed to be nondiscriminatory. The corresponding percentage is 39 when the male structure is assumed to be nondiscriminatory. With the pooled structure as the nondiscriminatory structure, 31 percent of the gender wage gap is 10 The gender wage offer gap is given by ) ( ) (
attributed to gender differences in productive characteristics. About 1 percent of the wage gap is due to nepotism toward males (male advantage) while about 68 percent of the wage gap is attributed to discrimination against females (female disadvantage).
V. Conclusion
The goal of this paper was to analyze the gender wage gap in Uganda. We use a survey data set obtained from the labor force module of the Uganda National Household survey (2002/03). The gender wage gap analysis is conducted using standard decomposition techniques based on Oaxaca (1973) while accounting for selection into wage employment. The analysis splits the sample into sub-samples by gender and by type of area (rural versus urban) in order to facilitate the decomposition of the gender wage gap, but also to account for potential differences in wage formation processes between urban and rural areas.
The earnings equation estimates indicate that, in both rural and urban areas, demographic characteristics such as age and being married are positively associated with wage earnings. Tenure at the current employment is also positively associated with wage earnings, but statistically insignificant in rural areas. In both urban and rural areas, wage earnings are lower for temporary employees in the private sector relative to permanent employees in the private sector (the excluded category). However, this estimate is statistically insignificant for male employees.
We also note that, in rural areas, female permanent employees in the public (government) sector earn significantly more than their counterparts in the private sector other things equal. As expected, our estimates suggest high returns to higher education.
Returns to education are higher in urban areas relative to rural areas. This is perhaps due to higher demand for educated individuals in urban areas.
The decomposition of the gender wage gap indicates substantial "treatment effects" in both rural and urban areas. Without controlling for selection, the portion of the gender wage gap in urban areas attributed to gender differences in treatment (unexplained portion) ranges from 22 percent to 47 percent. Using a pooled wage structure, we find that 14 percent of the unexplained gender wage gap is due to nepotism toward males.
Controlling for self-selection into wage employment, the unexplained portion of the gender wage gap in urban areas ranges from 41 percent to 68 percent. We also find that 24 percent of the gender wage gap is due to nepotism toward males while 22 percent is due to discrimination against females.
In rural areas the unexplained portion of the gender wage gap is much larger relative to urban areas. Without controlling for self-selection into wage employment, the unexplained portion of the wage gap ranges from 63 percent to 82 percent. Using a pooled wage structure as the nondiscriminatory structure, 52 percent of the unexplained portion is attributed to discrimination against females while only 16 percent is due to nepotism toward males. When selection into wage employment is accounted for, the unexplained portion of the gender wage gap ranges from 61 percent to 78 percent. With the pooled wage structure as the nondiscriminatory wage structure (and controlling for selection), 68 percent of the gender wage gap in rural areas is attributed to discrimination against females (female disadvantage) while only 1 percent is due to nepotism toward males.
Overall, our results indicate a substantial portion of the gender gap due to gender employer-driven differences in treatment. This is more so in rural areas. This calls for a strong action by government and other capable stakeholders such as civil society organizations (CSOs) against discrimination and/or nepotism. Laws against discrimination should be clear and enforceable. Awareness campaigns through CSOs may help raise awareness especially in rural areas regarding rights of workers.
Further, in urban areas, a substantial portion of the gender wage differential is attributed to differences in productive characteristics. Females tend to have inferior productive characteristics relative to males and hence lower average wages all else equal.
To correct this gender inequality, more effort and resources need to be devoted to educating the girl child. In 1996, the government of Uganda introduced universal free primary education (UPE), which has provided more access to education to disadvantaged groups such as the disabled and the poor. Before the introduction of UPE, there was anecdotal evidence suggesting that parents preferred to educate the boy child where financial resources were insufficient to educate both girls and boys in the family. This was more prevalent in rural areas where the majority of people live below the poverty line. Equal opportunity for females and males regarding on-job training is equally important.
